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TRAINING DIRECTORS SEMINAR
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LEARNING

FROM
ANOTHER

How to deliver quality training was
the theme of the Haskins & Sells
Training Directors Seminar held at the
Marriott Motor Hotel in Chicago,
November 5-6,1971. The people
attending were training directors and
personnel specialists from H&S practice
offices, plus visitors from six offices
in other countries, two consultants
from university faculties and members
of the Professional Education &
Development Department in the EO.
The time of the two-day meeting was
almost equally divided between lecture
sessions and group discussions in units
of six or seven people. In the course
of the seminar, as always at similar
H&S gatherings, the majority of the
participants took the opportunity to
meet colleagues from other practice
offices and to share experiences and
matters of concern with them. The
emphasis was on discussions and on
learning from one another.
This was the fourth Firm-wide meeting
of this type held by the PE&D
department since 1965. Each has been
tailor-made for the needs of the time,
and special emphasis was given this
time to a new course, the Effective
Teaching Skills Workshops, which
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had been pretested in the
Philadelphia office.
Under the direction of Colin Park,
the partner who heads PE&D, the
department prepares and updates a fiveyear program of required core courses
for H&S staff members. Additionally,
a number of other courses to meet
special needs have been produced. The
near future will see greater emphasis
placed on industry training and on
advanced training for management.
Development of more effective teaching
methods also will be stressed.
The pages that follow provide
glimpses into the proceedings of an
intensive two days spent by a hundred
people, all dedicated to keeping
Haskins & Sells in the front rank
among organizations of
trained professionals.

A MEETING TO SWAP
KNOW-HOW
In his opening remarks to the seminar
participants, Colin Park explained
the dual character of the meeting. The
conference brought PE&D department
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people from the Executive Office into
direct contact with practice office
people so that each could convey their
needs, comments and problems to the
other. And it was instructional, in
that training directors from the
practice offices were shown ways to
teach the instructors who
work with them.
Colin Park:
'Of course, a basic objective
of this meeting is to give you
many opportunities in small group
discussions to swap your know-how...
'It was six years ago that we decided
on some new approaches to what we
have come to call Professional
Education & Development. This was in
response to a demand for a greater
training commitment in our Firm,
which was accentuated by not only the
growth of the Firm but also the
continuing dynamic expansion of
the technology of accountancy.

CONTINUING EDUCATION
IS PART OF
OUR PHILOSOPHY
Staff training time has increased
substantially in the past few years,
training directors were told by
John S. Schumann, Executive Office
partner responsible for operations of
domestic practice offices. But this
evidence of increased emphasis on
continuing professional education is
by no means new in our Firm,
Mr. Schumann said. With H&S,
training is an old tradition and is
fundamental to the philosophy of the
Firm. He pointed out that the kind of
training, as well as the time and
energy devoted to it, must be
constantly reexamined and updated if
we are to keep up with
the needs of the times ahead.
John Schumann:
"If the accounting profession, and we
as members of it, are to deal
successfully with public scrutiny of
our actions, and if we are to retain
the confidence of our clients, we must
commit ourselves not simply to
maintaining the skills we now have but
to acquiring those new skills that
are so necessary for us to function
effectively in the larger, dynamic
environment in which we live...
"Further, we are committed as a Firm
to providing all of our people with
every possible opportunity to broaden
their professional and technical
knowledge and abilities so that their
effectiveness and satisfaction in
their work will grow constantly as
they go along in their careers...

"We in Haskins & Sells have not been
waiting for any pressure to adopt a
continuing education concept. We
just could not hope to provide the
finest in professional accounting and
related services if continuing
education were not part of the Firm's
own basic philosophy. Moreover, we
"As trainers and as training organizers
have a solid base on which to build
we are engaged in the communication of
know-how, of the discipline of accountancy such a program, for the people
attracted to our Firm today are more
and of its related arts, including
broadly and better educated than their
management effectiveness in
counterparts of a generation ago. Our
conducting our practice at all levels'.'

younger people do seem to have a full
awareness of the relationship our work
has to the problems of business and to
the profession's responsibility to
society generally. More of them do seem
to be instinctively sensitive to the
broad range of responsibilities they
are likely to face five, ten
or fifteen years down the road.
'These people certainly see the need
for intensive, continuing education
and they expect—rightly so—to be
given every opportunity to pursue it.
To maintain their enthusiasm and to
help them to realize their full
potential, the Firm must maintain
a strong program of continuing
education'.'

YOUR SUCCESSUR HAS TU
RE RETTER THAN YUU
Dr. Eugene E. Jennings, consulting
psychologist and professor of
administrative science at Michigan
State University, discussed the nature
of the learning process. Spicing his
presentation with examples from his
academic and consulting experience,
he made clear the great role that
motivation plays in learning. As we
learn, he said, we all pass through
"thresholds" that leave us different
people from what we were before.
A carefully constructed program of
instruction, he emphasized, should
take into account the part that the
learning process plays in changing
the individual learner.
Today's young learner in an
organization is being molded into
tomorrow's organization leader.
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Eugene Jennings:
'In a static society, your successor
had only to be as good as you were.
But in a rapidly changing society,
one's successor has to be a better,
superior performer. If each wave of
men coming to the top is not better
than that which it replaces, a firm
will lose its capacity to grow. What
I think happened in the sixties is
that as a society we grew faster than
we created the talent to sustain
that growth in the seventies.
"Therefore, I think the overall
emphasis today in management
development should be on asking
ourselves: How do we assure that the
talent coming to the top, and
the talent placed in strategic positions
relatively and absolutely reflects
increased capability, increased skill,
and increased effectiveness?
"Since we do not know for sure where
we are going in our society, we
cannot really be certain of the kinds
of talent and skills we'll need five
and ten years from now. Therefore,
we have to bet on probabilities. And
one of the bets we have to make is
on having a diversity of talent — on
having many kinds of abilities and skills.
"This means we've got to have training
and development programs that give
people every opportunity to take
advantage of their past experience
and the thresholds they are entering
or have just got through. This is one
way that we can develop a little bit
better the whole organization as an
entity moving into the future. We have
to understand better how people grow,
how they learn, and how an
organization can commit resources to
people so that they can grow and
produce, for use in the years ahead,
a greater talent than we
ourselves possess'.'
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HOW DO YOU HELP
THE INSTRUCTOR?
Dr. Samuel R. Sapienza, Dean of
Wharton Graduate School at the
University of Pennsylvania, has been
an academic consultant to Haskins &
Sells since the PE&D department was
organized in its present form six
years ago. Among his diverse
contributions, he has headed the team
that created the Firm's present CPA
examination study course. As an
experienced accounting practitioner
and teacher and as an administrator
of a leading educational institution,
Dr. Sapienza appreciated the
importance of the Firm's new workshop
course in effective teaching skills,
completed shortly before the
Chicago seminar.
Dr. Sapienza:
"It is very interesting to me, as a
person from an educational institution,
to see a group such as your own take
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Samuel Sapienza, Wharton School Ralph Piersall, Philadelphia

the lead in attacking the central
issue in the whole educational
process: How to help the instructor?
I would put you far ahead of many colleges
that I know in what you are doing
to improve the instructor's
ability as a teacher.
'Every person in this organization is
a teacher of a sort because the
moment you become a supervisor you
become a teacher... In the
practice offices, you may uncover some
natural teachers who would
otherwise go unnoticed.
"There are several objectives of any
educational effort: We want to
increase a person's ability to solve
problems—to expand the number of
questions that he can answer, the
number of complex procedures
that he can execute.

important, because I think the
benefits derived from it will ramify
through all the courses the
Firm ever publishes'.'

DON'T DO IT THIS WAY
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"We want to acquaint the participant
with teaching techniques, with
teaching theory. We want him to
demonstrate this in a realistic
teaching environment. And we hope
that we can evaluate his performance,
not only as a participant but
also as an administrator.
"I know something about the standards
that are applied in Haskins & Sells in
course preparation, and the constant
striving to have courses of the
highest quality. The moment the course
is put out into the field there is
introduced an X-factor, and that is
the instructor. We are approaching that
person this morning. We are putting the
instructor in the center of the stage,
and we are trying to help him. Of all
the courses that Haskins & Sells has
turned out, this course may be one of
the most important, if not the most

On Saturday morning participants
divided into groups of six or seven,
each group under the direction of a
discussion leader. What immediately
followed was an embarrassing and
uncomfortable several minutes during
which the discussion leader, calling
on all his latent talents as an actor,
put on the sorriest teaching
performance that anyone in the room
had seen in years. At least, he tried
to make it so. It was, of course, all
a put-on, done deadpan, during which
the instructor illustrated with a
vengeance how bad an instructor can be
if he really puts his mind to it.
The point was made—or, rather, a
dozen points were made—in a way
that no one in the room could forget
for a long time. Every mistake that an
instructor could make had been made
in living action.
After that, each member of the group
in turn acted as an instructor, and
had to deal with some participants
who had been assigned various roles,
such as the bored student, the
unprepared student, and the overargumentative student. As practice
office instructors, few would ever
have it so difficult, of course.
But each participant left the seminar
with an object lesson to remember,
which he could convey to
instructors for their own use
as discussion leaders.

LET IT OUT
IN DISCUSSION
The ideas expressed in the discussion
groups into which the seminar
participants divided reflected the
experience of many practice offices,
widely differing in size and character.
It was quite clear that the
professional education and development
program within Haskins & Sells

benefits from a diversity of concepts
and initiatives taken by hundreds of
self-starting individuals. An observer
floating from one discussion group to
another would have found it virtually
impossible to summarize the discussions
because they ranged so widely.
There was considerable discussion on
the how-to side of administering our
training programs. It was pointed out
that several offices hold their
classes away from the office, at
universities and in other places.
A participant from Houston reported
that the University of Houston is
recruiting part-time teachers from
among active practitioners in national
accounting firms, and a man from New
York mentioned that several colleges
in his area have been doing the
same for a good number of years.
Who should do the teaching in the
practice offices? In San Francisco,
it was stated, "We select a
fairly small group to be trainers and
teachers'.' By contrast, New York
reported that "We use almost
everyone in management
as instructors!'
One office reported: "We are
integrating our courses with job
assignments, and our approach is to
concentrate on what the individual
staff accountant needs. The student
has a part in selecting courses he
would like to take. He is more
motivated by this approach than if he
is told flatly what courses he must
take with no opportunity for
personal choice'.'
Several participants suggested that
the Firm might provide achievement
tests to see whether or not an
accountant really needs certain
courses. If he should prove that he has
command of a given subject, it
was proposed, he should be
allowed to move directly to
more advanced subject matter. •
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